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Job satisfaction is defined how contented an employee is in his workplace.  The way 
people feel about their job and factors that influences it. It represents both positive 
and negative feeling that an employee has towards their job at their workplace.  The 
aim of this study is to identify the factor that influence job satisfaction among 
employees in several banks in Cyberjaya area. Besides that, the researcher 
would like to determine the factors that impact job satisfaction at workplace 
such as work environment, salary, supervisor relationship, co-worker 
relationship and training. The objectives of this study is to determine the level 
of job satisfaction among bank employees in several banks and factors 
affecting it such as relationship between work environment, salary, supervisor, 
training and coworker and their significant impact towards job satisfaction. 
This research is done to help the business and higher management keep 
employees satisfied and reduce turnover in the long run and yield profit for the 
organization. The targeted for the test were selected randomly and contacted 
for their willingness to participate in the research. Questionnaires were then 
distributed to the employees after their working hours. About 200 of bank 
employees are involved in this research. Upon completing the survey and 
analyzing in SPSS software, salary and training are the highest factor that 
influences job satisfaction among bank employees. Supervisor relationship has 
a moderate effect towards job satisfaction. However co-worker relationship 
and work environment has a low effect on job satisfaction. In conclusion, it is 
imperative for the Human Resource Management to boost high job satisfaction 
among staff in the banking industry. It is also important to stress that good 
remuneration and scheduled trainings escalate staff performances and in turn 
improve the quality of the banking industry. 



















Kepuasan kerja ditakrifkan bagaimana seorang pekerja berada di tempat 
kerjanya. Cara orang merasa tentang pekerjaan mereka dan faktor-faktor yang 
mempengaruhinya. Ini mewakili perasaan positif dan negatif bahawa pekerja 
mempunyai ketika melakukan tugas di tempat kerja mereka. Tujuan kajian ini 
adalah mengenalpasti faktor yang mempengaruhi kepuasan kerja di kalangan 
pekerja di beberapa bank di kawasan Cyberjaya. Di samping itu, penyelidik 
ingin menentukan faktor-faktor yang mempengaruhi kepuasan kerja di tempat 
kerja seperti persekitaran kerja, gaji, hubungan penyelia, hubungan rakan dan 
latihan. Objektif kajian ini adalah untuk menentukan tahap kepuasan kerja di 
kalangan pekerja bank di beberapa bank dan faktor-faktor yang 
mempengaruhinya seperti hubungan antara persekitaran kerja, gaji, penyelia, 
latihan dan rakan kerja dan kesannya yang signifikan terhadap kepuasan kerja. 
Penyelidikan ini dilakukan untuk membantu perniagaan dan pengurusan yang 
lebih tinggi memelihara pekerja yang berpuas hati dan menambahkan 
perolehan dalam jangka panjang dan keuntungan hasil untuk organisasi. Yang 
disasarkan untuk kajian telah dipilih secara rawak dan dihubungi untuk 
kesediaan mereka untuk mengambil bahagian dalam penyelidikan. Soal selidik 
kemudiannya diedarkan kepada pekerja selepas jam kerja mereka. Kira-kira 
200 pekerja bank terlibat dalam penyelidikan ini. Setelah menamatkan 
tinjauan dan menganalisis dalam perisian SPSS, gaji dan latihan adalah faktor 
tertinggi yang mempengaruhi kepuasan kerja di kalangan pekerja bank. 
Hubungan penyelia mempunyai kesan sederhana terhadap kepuasan kerja. 
Walau bagaimanapun hubungan rakan dan persekitaran kerja mempunyai 
kesan yang rendah terhadap kepuasan kerja. Sebagai kesimpulan, adalah 
penting bagi Pengurusan Sumber Manusia untuk meningkatkan kepuasan kerja 
yang tinggi di kalangan kakitangan dalam industri perbankan. Ia juga penting 
untuk menekankan bahawa imbuhan yang baik dan latihan yang dijadualkan 
meningkatkan prestasi kakitangan dan seterusnya meningkatkan kualiti 
industri perbankan. 
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1.1 Background of the Study 
The feelings that an individual has about his/her job is the main focus of 
traditional model of job satisfaction. However how satisfied an employee is 
towards their job does not only depend on the nature of the job but also on 
what an employee expects their job should provide them. The lives of all 
employees depends on job satisfaction (Sansgiry & Ngo, 2003; Yami et el., 
2011), and bank employees are no exception. The exchange of personal 
factors such as principles, character and opportunity are the result of job 
satisfaction. This includes factors such as the work condition and the job itself 
(Davies et al., 2006). 
 
The most valuable assets in the banking line is the employees. Employees who 
are highly satisfied with their work are more productive which in return profits 
the company. However turnover rate has been increasing drastically. This 
research examines the opinion of the employees towards their job and measure 
level of satisfaction. Through this research we will be able find out the 
important factors related to job satisfaction and how can job turnover be 
reduced in coming years. So for the success of the banking industry, it is 
necessary for the Human Resource to find out how satisfied is their employee, 
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Job Satisfaction Factors Among Bank Employees in Cyberjaya 
 
 
Dear Respondent  
My name is Kaaminiy Sidharthan. I’m a Master’s Degree student of Human Resource 
Management (HRM) from Graduate School of Othman Yeop Abdullah, Universiti 
Utara Malaysia (OYAGSB UUM). I’m currently conducting a research in the area of 
job satisfaction among employees of banking line located in Cyberjaya. Therefore, I 
would appreciate if you could answer all of the questions in the survey as the 
information you provide will influence success of this research. It will take less than 
15 minutes to complete the questionnaire. Please note that response collected will be 
treated with the strictest confidentiality and will be used for academic purposes only. 
Thank you very much for your time and cooperation in answering this questionnaire. 
Prepared By: 
Kaaminiy Sidharthan 
Master of Human Resource Management, 
Othman Yeop Abdullah Graduate School of Business (OYAGSB), 












SECTION A: DEMOGRAPHIC INFORMATION 
Gender:  
1.             Male          2.              Female            
 
Age group:  
1.            24-34          2.              35-45          3.              46-56          4.             > 
56                                                  
Highest education qualification:  
1.               Master Degree   
2.               Bachelor Degree 
3.               Diploma 
4.               Others 
Current position:  
1.             Vice President 
2.             Assistant Vice President 
3.             Managers 
4.             Assistant Managers 
5.             Executives 
 
Length of employment in this company (years):  
1.               Below than 2 years                        2.              2 years to 5 years 
3.               5 years to 10 years                         4.              More than 10 years  
 
Type of employment:  
1.             Permanent 
2.             Contract   
 
Monthly income (RM):  
1.               < 3000                                           2.        2.    < 3001 - 4000 
3.               < 4001 - 5000                                4.               < 5001 - 6000 





SECTION B: JOB SATISFACTION 
 
 
Please answer all the questions and please choose ONE (1) answer based on the 
following statements. The highest ranking, 5 (Strongly Agree), 4 (Agree), 3 (Neutral), 
2 (Disagree) and the lowest, 1 (Strongly Disagree). 
 













I am satisfied with my current role 
1 2 3 4 5 
2. 
I am actively seeking for a better 
organization with a better career 
progression 
1 2 3 4 5 
3. I am satisfied with the pay rise and 
bonus 
1 2 3 4 5 
4. I am satisfied with my career path 
progression 
1 2 3 4 5 
5. I feel encouraged to be at work on 
a daily basis 
1 2 3 4 5 
 
SECTION C: WORK ENVIRONMENT 
 
 
Please answer all the questions and please choose ONE (1) answer based on the 
following statements. The highest ranking, 5 (Strongly Agree), 4 (Agree), 3 (Neutral), 
2 (Disagree) and the lowest, 1 (Strongly Disagree). 
 













I am satisfied with the 
working environment of the 
company 
1 2 3 4 5 
2. I am satisfied with job 
location 
1 2 3 4 5 
3. I am satisfied with how we 
divide tasks as a team 
1 2 3 4 5 
4. 
When I encounter problems 
at work, there is always a co-
worker to turn to 
1 2 3 4 5 
82 
 
5. My colleague is supportive of 
each other 
1 2 3 4 5 
 
SECTION D: SALARY 
 
Please answer all the questions and please choose ONE (1) answer based on the 
following statements. The highest ranking, 5 (Strongly Agree), 4 (Agree), 3 (Neutral), 
2 (Disagree) and the lowest, 1 (Strongly Disagree). 
 












1. I am satisfied with the existing 
salary structure of the company. 
1 2 3 4 5 
2. 
I am satisfied with the 
compensation I get & I think it 
matches my responsibility. 
1 2 3 4 5 
3. I am satisfied that my efforts are 
recognized and rewarded 
1 2 3 4 5 
4. I am satisfied with my annual pay 
rise 
1 2 3 4 5 
5. I am satisfied with the process 
used to determine pay rise 
1 2 3 4 5 
 
 
SECTION E: SUPERVISOR 
 
 
Please answer all the questions and please choose ONE (1) answer based on the 
following statements. The highest ranking, 5 (Strongly Agree), 4 (Agree), 3 (Neutral), 
2 (Disagree) and the lowest, 1 (Strongly Disagree). 
 


















actively listens to 
my suggestions. 
1 2 3 4 5 
2. 
My supervisor 
enables me to 
perform at my best 








1 2 3 4 5 
4. 
It is easy to 
communicate with 
my supervisor and 
address concern 
1 2 3 4 5 
5. 
My supervisor 
evaluates my work 
performance on a 
regular basis 
1 2 3 4 5 
 
 
SECTION F: CO WORKERS 
 
 
Please answer all the questions and please choose ONE (1) answer based on the 
following statements. The highest ranking, 5 (Strongly Agree), 4 (Agree), 3 (Neutral), 
2 (Disagree) and the lowest, 1 (Strongly Disagree). 
 












1. It is easy to get along with my 
colleagues 
1 2 3 4 5 
2. We work as a team and support 
each other 
1 2 3 4 5 
3. 
People in my department 
communicate sufficiently with one 
another 
1 2 3 4 5 
4. I am satisfied with work 
relationships with the people 
around me. 
1 2 3 4 5 
5. Employees in my department 
regularly recognize each other and 
participate enthusiastically in any 
department recognition events. 









SECTION G: TRAINING 
 
 
Please answer all the questions and please choose ONE (1) answer based on the 
following statements. The highest ranking, 5 (Strongly Agree), 4 (Agree), 3 (Neutral), 
2 (Disagree) and the lowest, 1 (Strongly Disagree). 
 













Training and Development 
plays a significant role in 
improving the efficacy of the 
work-force 
1 2 3 4 5 
2. I have the tools and resources 
I need to do my job 
1 2 3 4 5 
3. I have the training I need to 
do my job. 
1 2 3 4 5 
4. Training was conducted by 
experienced trainers who are 
well aware of the job 
1 2 3 4 5 
5. Sufficient training has allowed 
me to perform well in my 
daily tasks 



























Valid Master 13 6.5 6.5 6.5 
 Degree 99 49.5 49.5 56.0 
 Diploma 86 43.0 43.0 99.0 
 Others 2 1.0 1.0 100.0 




















































































































































































Summary of Questionnaire’s Items 
 
Variable Items Descriptions References 
 
Job Satisfaction JS 
Employees level of 
job satisfaction 
towards their job 
Theodosis Tasios, 
M.S, and Vaitsa 
Giannouli, 
Job Descriptive Index 
(JDI)(2017) 
Work Environment WE 
How employee feels 
about their work 
environment. 
Aarti, Chahal & 
Chahal, Seema & 
Chowdhary, Bhawna 
& Chahal, Jyoti. 
(2013) 
Salary SA How employee feels 








M.S, and Vaitsa 
Giannouli, 









M.S, and Vaitsa 
Giannouli, 
Job Descriptive Index 
(JDI)(2017) 
Training TR How does training 
effect employee job 
satisfaction 
Theodosis Tasios, 
M.S, and Vaitsa 
Giannouli, 
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